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ABSTRACT 
 
There is consensus of opinion among scholars that productivity is indeed very low in the public 
sector in Nigeria. This informed this study to examine what could motivate employees toward 
higher productivity. The study was a descriptive survey of seven Local Government areas in 
Kwara State, selected through stratified random sampling. Seven hundred questionnaires were 
distributed while Six hundred and twelve were returned. The analysis was by simple percentage. 
The study revealed that significant majority of the respondents were not satisfied with their 
wages, working environment, job security, and their duties, while strict supervision was largely 
rejected as a way of enhancing performance. The study recommended the enhancement of the 
wages, improvement of the working conditions, and assignment of new duties where visible. 
Lastly, it recommended the adoption of objective criteria to monitor performance and the 
inclusion of merit principle in promotion. 
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1.INTRODUCTION 
            There is a general consensus among scholars that productivity is indeed very low in the 
public sector. Inferences are usually drawn to the deplorable state of public utilities and services. 
(Das,1999.64). The experience in the Local Government is not an exception. This however 
constitutes a huge challenge to Government and a serious source of concern to members of the 
public that are supposed to be impacted upon by governmental policies.  
 Efforts aimed at understanding the reasons behind such state of low productivity have led 
scholars to look into funding, personnel structure and inconsistent government policies among 
others. This paper focuses on personnel aspect and tries to examine the type of motivator that can 
energize employees in public sector to improve performance with specific reference to Kwara State 
Local Government System.. 
2. OBJECTIVES OF THE STUDY   
The objective of this study is to proffer solution to the general problem of low productivity in the 
public sector. It includes the evaluation of the effect of selected motivators such enhanced wages, 
promotion, better working environment,different job among others and to recommend measures for 
motivating employees in the Kwara State public sector towards higher productivity. 
3. STATEMENT OFTHE PROBLEM 
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One of the basic steps taken by government in Nigeria to enhance productivity in the 
public sector is by regularly reviewing salaries and allowances. Among others are promotion, 
training, improving working environment and supervision of the subordinates.  It is assumed that in 
an economy where basic needs of life are not met, increase in salaries and allowances will place 
employees in a good position to put in their best. The study also assumed that other factors such as 
promotion, transfer to another job, supervision, and the improvement in the working environment 
might motivate employees to increase their productivity. Increase in wages in the public sector is 
not necessarily accomplished through collective bargaining but as observed by Aminu (2010) it is 
largely done through Wage Commissions. Below are various wage commissions since 1934. 
 
 
 
                         Table 1: Civil Service Reform and Wage Commissions in Nigeria, 1934-2010 

NAMES OF THE 
COMMISSIONS 

YEAR 

Hunts Commission  1934  
Bridges Committee of Enquiry 1941 
Tudor Davies Commission 1945 
Harragin Commission  1946 
Miller Commission  1947 
Hansbury-Gorsuch Commission  1954/55 
Newns Commission, the Elwood 
Grading Team 

1956 

Mbanefo Commission  1959  
Morgan Commission  1963  
Eldwood Commission  1966  
Adebo Commission  1970/1971  
Udoji Commission  1972  
The Cookey Commission 1981 
Dotun Phillips Panel  1985  
The Fatai Williams Committee 1990  
The Ayida Panel Review 1994 
The Phillip Asiodu Committee 1998/1999 
Ernest Shonekan Committee  2000  
Justice Alfa Belgore Committee 2009/2010 

                                      Source: Onuegbu, H.C. (2010) 

The fact that must be noted about the entire wage increases listed above is that they were 
mostly associated with the cost of living indices rather than productivity. It is equally  noteworthy 
that as the wages were been increased, so also the provision for training relaxed, while conditions 
for promotion were equally not made stringent, as it was based on fixed length of service rather 
than merit. The   survey conducted by Aminu (2007) during the period from September 1998 to 
May 2000 reveals that public sector workers were no longer underpaid and that the workers were 
enjoying a pay advantage of 68.4 percent. One important aspect in the determination of 
“appropriate” wage rate in the public sector is that apart from the fact that it is not often associated 
with productivity, there is no objective criterion for managing performance appraisal in spite of the 
open reporting system due to attitudinal factors. (Adebayo, 2001.174 -178, Eneanya, 2009). If the 
wages are believed not to be comparatively low, and other conditions of service are fair, this calls 
for the need to understand the motivators that might positively influence performance. 
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4. RESEARCH METHODOLOGY 

The study was a descriptive survey of 7 out of 16 Local Government Areas in Kwara State, 
selected through stratified sampling as well as for selecting the respondents in each of the sampled 
Local Government areas. The study combined primary and secondary sources of data gathering. 
700 questionnaires were administered, while the population of the study was 12,822 as at 
December, 2011. 612 were returned, and simple percentage method was used to analyze the data 
upon which deductions, conclusions and recommendations were made.  

5. THEORETICAL FRAMEWORK. 
             Romando (2007) observes that the word motivation is coined from the Latin word 
"movere", which means to move. He defines motivation as an internal drive that activates behavior 
and gives it direction. The term motivation theory is concerned with the processes that describe 
why and how human behavior is activated and directed. Newstrorom, 
(2011.109) views motivation as the result of a set of internal and external forces that cause an 
employee to choose an appropriate course of action and engage in certain behavior. These 
behaviors are expected to be directed to the achievement of organizational goals.  Jones (2010) and 
Newstrorom (2011.109) opine that discovering and understanding employee drives and needs are 
essential as it originates within an individual, so also how to apply them.  

The study conducted by Sirota, D., Mischkind, L. and Meltzer, M. (2005) reveals that 
American contemporary employer can profit best by creating enthusiastic employees. This, the 
finding opine could be based on fair treatment, sense of achievement and camaraderie (trust, 
solidarity, and teamwork) as performance is a product of ability and motivation. Nohria,N., 
Groysberg, B and Lee, L (2007) provide four major indicators of employee motivation that are 
commonly valued by employer. These are engagement, commitment, satisfaction and turnover. It is 
believed that when employers address all the four factors successfully, employee motivation and 
organizational success might be greatly strengthened. Pan (2010) therefore alludes to the fact that 
motivation, which can be either intrinsic or extrinsic, is what propels life and plays a major role in 
nearly everything we do. It needs be acknowledged therefore, that there is a strong relationship 
between motivational drives and the environment in which work is situated. 

 Motivation theories have been classified into two: content (need) theories, and process 
theories. The need theory focuses on the internal factors that energize and direct or propel human 
behavior.  In this category is Maslow’s hierarchy of needs (1954), Alderfer's ERG theory (1966), 
Herzeberg's motivator-hygiene theory (Herzeberg's two factors theory (1923), and McClelland's 
learned needs or three-need theory (1961). Abraham Maslow's hierarchy of human needs 
introduced five levels of basic needs categorized as physiological, safety and security, love, self 
esteem and self-actualization needs. The lower needs must be satisfied before the next one is 
attainable. Alderfer ERG theory explains existence, relatedness, and growth needs to overcome 
some of the weaknesses in the earlier. Through two factors theory, Herzeberg describes certain 
factors in the workplace which result in job satisfaction.  McClelland's learned needs or three-need 
theory uses a projective technique called the Thematic Aptitude Test (TAT) so as to evaluate 
people based on three needs: power, achievement, and affiliation.  

The major set back of need (content) theories is that they are not universally applicable as 
they have not been scientifically proved.  (Newstrorom, 2011.116-117). Also, the knowledge of 
employee’s needs might not suggest that the management knows what to do about it. Even if they 
know what to do about it, the bureaucratic procedure in the public sector may render the exercise a 
failure.    

  Process theories of motivation provide an opportunity to understand thought 
processes that influence behavior.  Prominent among process theories of motivation (M) 
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Adams' equity theory (1960), Vroom's expectancy theory (1964). Expectancy (E), 
instrumentality (I), and valence (V) are the key concepts explained in the theory. Expectancy 
means that working hard will result in desired level of performance, instrumentality implies 
that successful performance will be followed by rewards, while valence values a person 
assigns to rewards and other work related outcomes. Therefore,   M = E x I x V .If E, I, or V is 
low, motivation will be low. 

   Goal setting model, developed by Edwin Locke suggests that the individuals are 
motivated to reach set goals thereby attaining the intended results. It also requires that the set 
goals should be specific (Locke and Latham, 2009. 17-23).Reinforcement theory is concerned 
with controlling behavior by manipulating its consequences. The equity model centers on not 
only meeting employees’ needs but wants their reward system to be fair. According to Adams 
(1960), employee wants to judge fairness by comparing the rewards they receive with their 
relevant inputs and also by comparing this ratio with the other people. Organizational 
Behavior Modification by Skinner (1965) is based on the idea that behavior depends on its 
consequences. This challenges the manager to control or affect a number of employee 
behaviors by manipulating their consequences as it places emphasis on the use of rewards and 
alternative consequences to sustain behavior. In a dynamic society like Nigeria, the 
Organizational Modification behavior model might be ideal as it tends to combine goal setting 
and equity models. 

  Process theories therefore have given birth to motivational models that focus more 
heavily on intended result, careful measurement, and systematic application of incentives. It is 
important to note that all the models have their areas of strengths and weaknesses. In spite of 
the weaknesses, the theories have contributed significantly to the development of the field of 
personnel management and enhanced its practices.  Realizing therefore the prominent position 
that money plays as a motivator, Strauss (2007) observes that it is no surprise that money 
motivates almost everyone, employer and employee alike. The greatest challenge therefore is 
that using the money motivator in ways that get the desired result, though he adds that 
recognition, time off, getting to do work they love and personal growth might be good 
motivators.  

6. PRESENTATION OF RESULTS AND DISCUSSION. 
700 questionnaires were administered in 7 Local Government Areas of Kwara State and 

612 were returned, which is 76.5%. The questions sought respondents’ view in respect of some 
motivators (job security, promotion, increase wages, better working environment, strict supervision 
and assignment of new job) that may enhance their productivity. Simple percentage technique was 
used to analyze the data collected. 
6.1 Job Security and Improved Performance 
Question 13   Will a sense of job security improve your performance? 
 Below is the respondents view. 
                         TABLE 2.  Job Security and Improved  Performance. 

 FREQUENCY  PERCENTAGE 
INVALID 
I DON’’T 
KNOW 
NO 
YES 
Total 

22 
25 
29 
535 
612 

3.6 
4.1 
4.7 
87.4 
100.0 

                         Source –Author’s field work.(2009-2010) 
The result indicated that 87.4% of the respondents were of the view that the sense of job security 
would improve their performance. It could be observed that since the general retrenchment of Civil 
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Servants in 1975, and others that followed, insecurity in public service cannot but affect the 
performance of staff. The finding agrees with Herzberg (1959) Hygiene factors that pay, fringe 
benefit, job security, etc are related to enhanced performance. 
6.2 Better Working Environment and Improved Performance 
Question 12. If you work in a better environment, will that improve your performance? 
 It is believed that a good working environment often gives meaning to work and affect 
performance. The field report is presented below. 
                    TABLE 3. Better Working Environment and Improved Performance 

 FREQUENCY PERCENTAGE 
INVALID 
I DON’T 
KNOW 
NO 
YES 
Total 

23 
13 
25 
549 
612 

3.75 
2.5 
4.1 
89.7 
 

                          Source:  Authors’ field study (2008-2010). 
89.7% of the respondents indicated that better working condition will improve their performance. 
This shows that the working environment was not sufficiently conducive. This agrees with Anjorin 
(1995) that the Public Service operates within an environment that is hardly conducive to higher 
performance. 
6.3 Enhanced Salaries & Allowances and Improved Performance 
                   TABLE 4. Enhanced Salaries/Allowances and Improved Performance    

 FREQUENCY  PERCENTAGE 
INVALID 
I DON’’T 
KNOW 
NO 
YES 
MISSING 
TOTAL 

19 
1 
27 
555 
10 
612 

3.I06 
0.163 
           4.41 
90.6 
1.63 
 

                              Source:  Authors’ field work (2009-2010) 
 90.4% of the respondents were of the views that increase in salaries and allowances will 
improve their performance. This implies that the unmet needs do affect the performance of staff as 
a result of low wages. While Aminu (2007) observes that the wages in the public sector is not 
comparatively low, such might not be universally applicable as the wages in Kwara State is 
believed to be one of the lowest in Nigeria, since there is parity between federal, State and Local 
Government wages.  
6.4 Promotion and Improved Performance 
 Promotion accords on individual self worth and confirm that employee’s performance is 
appreciated. Table 5 indicates the respondents’ view in respect of promotion and improved 
performance. 
 
                                   TABLE 5   Promotion and Improved Performance 

 FREQUENCY  PERCENTAGE 
INVALID 
I DON’T 
KNOW 
NO 
YES 
MISSING  
TOTAL 

24 
1 
30 
540 
16 
612 

3.9 
.2 
4.9 
88.2 
2.6 
       

                                  Source : Authors’ Fieldwork. (2009-2010) 
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88.2% of the respondents were of the view that promotion enhances performance. However, within 
the Local Government system in Kwara State, promotion was found to be regular and as at when 
due. It is expected that performance level ought to be high. Also as observed by price (1973) in his 
study of Ghanaian Civil Service that promotion hardly depended on performance and that poor 
performance sometimes did not retard individual promotability. This implies that the search light 
into what may motivate employees in the Local Government system need be directed elsewhere. 
                                 Table 6. Strict Supervision and Improved Performance. 

 FREQUENCY PERCENTAGE 
INVALID  
I DON’T 
KNOW 
NO 
YES 
Total 

21 
55 
225 
311 
612 

3.4 
9.0 
36.8 
50.8 
100.0 

                                              Source:  Authors’ fieldwork (2009-2011)  
The result above indicated that 50.8% of the respondents believed that strict supervision would 
enhance their     performance while 36.8% disagreed. Comparing the result with other indicators 
already examined shows that lower percentage preferred strict supervision. This further shows that 
Frederick Taylor’s approach did not enjoy the support of the respondents. 
6.5 Different Job and Improved Performance. 
Question 8. If you are given another position, will your performance improve?  

Below is the result.. 
                       Table 7. Different Job and Improved Performance 

 FREQUENCY PERCENTAGE 
INVALID  
I DON’T 
KNOW 
NO 
YES 
MISSING 
TOTAL 

27 
40 
60 
485 
37 
612 

4.4 
6.6 
9.8 
79.2 
6.0 
 

                                      Source. Authors’ fieldwork (2009-2011) 
79.2% of the respondents indicate that a new job or position will enhance their 

performance as against 9.8% who were contented. In a situation of high unemployment ratio, 
individuals often take up job outside their sphere of interest. Hence, the result indicated that 
significant majority of the respondents prefer new job or posting. 
6.6 Salaries Commensurate with the Job. 
Question 9. Is your salaries and allowances commensurate with the job you are doing? 
 The result is as stated below. 
                                  Table 8.     Salaries & Allowances and the Job . 

 FREQUENCY PERCENTAGE 
INVALID  
I 
DON’TKNOW 
NO 
YES 
MISSING  
TOTAL 

                  21 
                    1 
                183 
                380  
                 27 
              612 

                3.4 
                  .2 
              29.9 
              62.1 
                4.4 
            

                             Source Authors’ field work (2009-2011) 
 The result indicated that 65% of the respondents’ salaries and allowances were 
commensurate with their job, while contrary is 31.3%.This implication is that many of the 
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respondents were not satisfied with the wage rate not minding their productivity. This corroborates 
the findings on table 4. 
 
7. CONCLUSIONS AND RECOMMENDATIONS. 
7.1 Conclusions  

The goal of the study was to examine what can motivate employees in the Local 
Governments in Kwara State to higher productivity bearing in mind that productivity in the public 
sectors is generally low. The study revealed that increase in salaries and allowances will enhance 
employees’ productivity. As earlier observed the State and Local Government Staff were not 
receiving same wages as their counterparts in the Federal establishments.  Also, job insecurity and 
insecurity of tenure, though the appointment was pensionable is real. This explains why sizeable 
majority of the respondents expressed that their performance will improve given that there was job 
security. 
 The study further revealed that the working environment is an important aspect of 
motivation. It was equally revealed that promotion could enhance their productivity but Since 
promotion in the Local Government was regular and productivity was low, attention need be 
focused on other motivators. The study further revealed that assignment of new duties might 
enhance productivity. This implies that many employees were not satisfied with their jobs. 
However, very low percentage of the respondents supported strict supervision as a means of 
enhancing productivity. This means that the employees want their self worth to be respected.  
7.2. Recommendations 

On account of the findings, the underlisted recommendations may largely help to locate 
appropriate motivators thereby enhancing performance and productivity at the Local Government 
system. 
 -It is accepted that Nigeria operates federal system of government, the huge gap between Federal 
and State/local Government staff wages should be reconsidered by the Kwara State Government. In 
view of the recently passed law of minimum wage of  eighteen thousand naira, it is recommended 
that such should be made applicable in the  State 
 - The study recommends that promotion should not only be based on length of service but   merit 
principle should be combined to create confidence in the system and ensure that  the present state 
of low productivity is reversed. This can be achieved through objective administration of 
performance appraisal that will effectively relate motivational factors  
with productivity and correct ‘let my people go syndrome’. The administration of the new 
performance appraisal system will stress goal setting, monitoring and feedback mechanism. While 
it is noted to be technical, training of specialist is recommended. This  is in line with the view of 
Jimmy Carter, on May 23,1978 during the presentation of   Presidential Management Improvement 
Award that “the most fundamental improvement  that we can make is to reform the Civil Service 
System to make it truly a merit system that rewards achievement and response to human needs” 
  -It is equally recommended that the management to take a critical look at the working 
environment with a view of improving the situation as observed from the study that it  can a long 
way to improve performance.. 
  -It is recommended that the management take a critical look into areas of staff deployment and 
development with a view of fixing a round peg in a round hole. 
  -For Local Government to justify its existence as the third tier of government, it is essential that 
attention must be focused on how to improve productivity by adapting research findings into 
management practices. Relevant studies in the field of management should be given thorough 
perusal and the recommendation be adapted to   
practical needs, as various wage reviews overtime seem not to have accomplished the expected 
results. 

It is observed that this study left so many gaps such as departmental compilation of 
responses and Local Government by Local Government results, it is however believed that this 
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study will open up further discussion on how to motivate employees in the public sector towards 
higher productivity.  
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